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Introduction 
I N T R O D U C T I O N 
The rapid change covering almost every aspect of 
organizations infringe heavily in reshaping the thrust of 
human resource management. The situation created by 
uncertainty, competition and globalization, gives rise to high 
expectations from people and high performance standards from 
organizations. Such situation calls for clarity on what the 
organizations expect from personnel and what would be the 
responsibility on top management. Now personnel is supposed 
to think of a variety of innovative and creative policies and 
programmes, organization structures and management styles to 
make the people in the organizations adopt themselves to the 
changes and challenges that lie ahead. The developmental role 
of the traditional function, which has hitherto been neglected, 
has already come to the fore in the form of "Human Resource 
Development". 
There is need to look at HRD concepts, components and 
mechanisms more comprehensively and in an integrated way as 
people-related functions rather than isolate them from 
personnel functions or industrial relations aspects. Human 
Resource Development is thus a continuous process to 
ensure the development of employee competencies, 
dynamics, innovation and effectiveness in a systematic and 
planned way. 
Human resource development (HRD) has gained 
increasing attention in the last decade from human resource 
specialist, training and development professionals, chief 
executives, and line managers. Many dimension of HRD have 
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been integrated into research, training and organizational 
design and change. Others are still being explored. In the next 
decade, there is likely to be a knowledge explosion in HRD. If 
trainers, researchers and consultants are to utilize this 
knowledge effectively, they must understand the concept behind 
HRD and how HRD system work in and contribute to 
organizations. They also must understand the different 
mechanisms for developing human resource and the links 
between them. 
NEED FOR HRD 
HRD is needed by any organization that wants to be 
dynamic and growth-oriented or to succeed in a fast changing 
environment. Organizations can become dynamic and grow only 
through the efforts and competencies of their human resource. 
Personal policies can keep the moral and motivation of 
employees high, but these efforts are not enough to make the 
organization dynamic and take it in new direction. Employees, 
capabilities must continuously be acquired sharpened and used. 
For this purpose, an 'enabling' organizational culture is 
essential. When employees use their initiative, take risk, 
experiment, innovate and make things happen, the organization 
may be said to have an enabling culture. 
Even an organization that has reached its limit in terms of 
growth needs to adapt to the changing environment. No 
organization is immune to the need for processes that helps in 
increasing its capabilities for stability and renewal. 
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THE CONCEPT OF HRD 
One of the staunch proponents of the concept T.V. Rao', 
defines HRD in the organizational context as a process by 
which the employees of an organization are helped, in a 
continuous, planned way to: 
> Acquire or sharpen capabilities required to perform 
various functions associated with their present or 
expected future roles 
> Develop their general capabilities as a individual and 
discover and exploit their own inner potentials for 
their own and/or organizational development purpose, 
and 
> Develop an organizational culture in which supervisor-
subordinate relationship, team work and collaboration 
among sub-units are strong and contribute to the 
professional well being, motivation, and pride of 
employees. 
With these core attributes of HRD, we give that HRD 
intervention stresses broadly on four aspects viz. 
1. Performance Appraisal 
2. Training and Development 
3. Performance Counseling 
4. Potential Appraisal and Assessment 
Firstly, development of leadership (developing leaders 
capable of working in multicultural environments both within 
their companies an across national boundaries), secondly the 
' Rao (T.V). HRD Missionary. 3''' ed. Oxford and IBM publishing co. New Delhi. 1990, pl23 
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development of new organizational culture, a revolutionary 
cultural change triggered by globalization of business and the 
resultant demand for strong operational managers necessitate a 
greater reinforcement in the human resource system. Human 
resource development to cope with the corporate cultural 
change is the need of the hour. Thirdly, human resource 
development must focus on new organizational forms. Human 
resource planning and development strategy must be tightly 
coupled to business strategies to the extent that the whole 
organization may take the shape of a viable global organization. 
Human resource development must be able to develop 
overall capability of individual employee of an organization, 
and potentials for the common goals of the organizations to 
which they belong, for the betterment of themselves and their 
families and for the country as a whole. For this purpose 
appropriate job design and succession plan must be integrated 
with any human resource development programme. 
In fact. HRD approach may take into account the 
principle of 
"Form -> Storm -^ Norm -> Perform" 
CHARACTERISTIC OF HRD: 
In general, any human resource development programme 
must enable the company's people to acquire and sharpen their 
capabilities to perform well on their respective jobs, develop 
and stimulate their potentiality ad to help them make their best 
contribution to develop an organizational culture of team spirit, 
cordial relationship, human values and oneness of the 
management and its people. From this point of view, HRD 
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enables an executive to gain a job that provides variety and 
challenges to one's ability and competence, opportunity to learn 
and develop skills and competence, social support and 
recognition at work place etc. thus, HRD is a continuous 
process, which matches organizational needs for human 
resources and the individual needs for a career development 
such a human resource development may have the following 
components. 
> Development of leadership and organizational 
commitment 
> Career Planning and Development 
> Performance Appraisal 
> An adequate reward system 
> Potential Appraisal 
> Effective Counseling 
> Well formulated Human Resource System (HRS) 
> An effective grievance handling 
> Management development 
> Technical development 
> Supervisory development 
> Organizational development 
> Training and education 
> Succession planning 
> Employee welfare 
> Feedback 
Introduction 
GOALS OF HRD: 
HRD has multiple goals. These goals include employee 
competency development, employee motivation development 
and organizational climate development. Employees require a 
variety of competencies to perform different tasks or functions 
required by their jobs. The nature of job is constantly changing 
due to changes in the environment, changes in organizational 
priorities, goals and strategies, changes in the profile of fellow 
employee, competency to perform the job well. Thus 
competency development is needed on a confirming basis for 
effective job performance. 
HRD aims at constantly assessing the competency 
requirement of different individuals to perform the job assigned 
to them, effectively, and provide opportunities for developing 
these competencies. 
HRD also aims at preparing people for performing roles. 
which they may be required to perform in the future as they go 
up on the organizational hierarchy or as the organization takes 
up new tasks through diversification, expansion, modernization 
etc. 
'Motivation' development is also very important aim of 
HRD. Motivation means the desire to work or put in work 
effort. It is a commitment to the job, work and the organization. 
It is also the desire to make things happen. Without motivation 
work can not be done more smoothly and willingly. 
HRD also aims at "climate development" A healthy 
climate is one where: the free expression of ideas, opinions and 
suggestions is encourages; there is promotion of collaboration 
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among various individuals, teams and departments, people say 
what they mean, where pro-activity and creativity is 
encouraged; problems are diagnosed, confronted and solved 
collectively etc. This leads to sense of belongingness. 
In Sum the HRD Goals Include: 
> Develop the individual to realize his potential as an 
individual to the maximum extent 
> Develop the individual 's capabilities to perform his 
present job better 
> Develop the capacity to handle the future likely roles 
> Develop and maintain high motivation level 
> Strengthen superior - subordinate relationships 
> Strengthen team spirit 
> Promote inter team collaboration 
> Promote climate development and health organizational 
atmosphere 
HRD IN AN INTERNATIONAL CONTEXT 
Different nations have strengths and weaknesses in HRD, 
but in a general sense, economic success is determined to an 
extent by how trained, flexible and committed the workforce is. 
These issues may variously be addressed by recruitment or by 
managed opportunities to learn or by specific self-directed 
approaches to learning in individuals and organizations. Beyond 
organizations, HRD is situated in the socio-economic context of 
nations. Within organizations, visions, strategies and policies 
provide the framework. There are considerable differences 
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between nations in their approaches to vocational education and 
HRD. 
A range of studies have shown the considerable 
contribution that skills can make to productivity and economic 
performance and that differences in the stock of human capital 
are probably the single most important explanation of differing 
growth rates across the OECD after trade exposure. 
There are regional perspectives, eg Europe, Asia, the 
Middle East, North America, Australia, and cultural 
perspectives, e.g East, West, secular, religious. Labour market 
characteristics vary across nations, regions and cultures and 
illustrate the extent to which national policy links general 
educational systems to economic needs. 
Themes in HRD that serve to illustrate some of the key 
differences between nations include: 
> Vocational qualification routes; 
> Vocational education and training provision; 
> Occupational standards; 
> Continuous or adult learning and development; 
> Industrial training extent; 
> Organizational and national investment in development. 
Vocational education arguably has a role to play in 
establishing and sustaining competitive advantage of nations -
that is, providing higher skill levels will add to the options of 
competing on efficiency and cost. Labour market flexibility 
may also be an issue related to vocational education. Within 
Europe, for example, tightly regulated labour market models are 
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present in Germany, France and Belgium. The United Kingdom 
is rather less regulated. The United States, in contrast, is highly 
deregulated. 
Different political agendas influence the degree to which 
vocational education is prominent as a strategy in today's 
global business environment. Also, a country's education 
system determines its levels of basic education and the 
workforce's potential to acquire more work-related competence. 
HRD has relatively recently developed in the new industrial 
economies of the Pacific Rim and South-East Asia, where later 
development of an industrial base has facilitated the 
simultaneous establishment of HRD. Forms of management and 
staff development established in the West and in places such as 
Japan have provided alternatives to guide or inform newer 
industrial economies. For example, Singapore is an interesting 
case of deliberately seeking to generate a knowledge-based 
economy. 
For organizations to be effective in international 
environments, sophisticated competences are required of 
managers and employees. Such competence can be developed 
through HRD interventions such as experience with 
international assignments and training. 
HUMAN RESOURCE DEVELOPMENT IN INDIAN 
CONTEXT 
So far we have seen the broad aspect of HRD and find its 
relevance to organization and human capital working in it. 
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HRD is a key to success: 
From an analysis of the HRD experiences of 14 
organizations (BEML, BHEL, Bank of Baroda, Cromptom 
Greas, Jyoti, IOC L&T, ECC, SAIL, SBI, State Bank of Patiala, 
Sundaram Fastners & Sons and Voltas etc.), Rao found that the 
source of inspiration for setting up new HRD departments or 
strengthening the HRD functions came from one or more of the 
following: 
> To support the structural and strategic changes made by 
the organization to orchestrate its growth and expansion 
> Recognition by the top management of the importance of 
HRD and their responsibility to promote it for the good of 
the organization 
> To prepare employees to respond to increasing problems 
faced by the organization both internally and externally 
HRD FUNCTION: GLOBAL MODELS AND INDIAN 
EXPERIENCES 
The human resource development as a function has 
evolved in India very indigenously from the year 1975 when 
Larson and Toubro (L«&T) company conceptualize HRD as an 
integrated system and decide to separate it from personnel. 
Since then, in the last 25 years most organizations have started 
new HR departments or redesignated their personnel in other 
departments as HRD departments. Today, there are high 
expectations from HRD. Good HRD requires well-structured 
function and appropriately identified HRD system and 
competent staff to implement and facilitate the changea process 
' Rao T.V. Reading in HRD oxford and IBM publishing. New Delhi. 1999. pp. 200-225. 
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FRAMEWORKS OF HRD: 
Pareek and Rao's Framework^ 
In 1975 Larsen & Toubro a prominent" engineering 
company in India had appointed two consultants from the 
Indian Institute of Management, Ahmedabad to study the 
performance appraisal system and make recommendations for 
improving it. The two consultants (Pareek and Rao, 1975) 
studied the system through interviews etc, and suggested a new 
system. Pareek and Rao recommended that "Performance 
Appraisal, Potential Appraisal, Feedback and Counseling. 
Career Development and Career Planning and Training and 
Development get distinct attention as unique parts of an 
integrated system which we call the Human Resources 
Development System". This system was proposed as a separate 
system with strong linkages with Personnel (Human Resources) 
system. Pareek and Rao in their second report of the Human 
Resources system in L & T recommended that the personnel 
function be viewed as Human Resources Function (HRF) and 
suggested a trifurcated function: Personnel Administration. 
HRD and Worker Affairs. Adding organization development 
also to the HRD function, the consultants recommended that. 
Since OD is being added now, it is necessary to strengthen that 
part of HRD. We therefore recommend that the company may 
appoint a Manager OD with two officers to do a lot of research 
work which will soon start. 
The consultants differentiated the HRD from other 
components of HRF and also integrated structurally and system-
' Pareek, Udai and Rao T.V. Designing and managing HR System oxford and IBM publishing co. 
New Delhi. 2005. pp 571-576. 
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wise. Structurally the HRD is to be a subsystem of HRD and 
integration of this with the other two subsystems to be done by 
the Director level person through task forces and sub-system 
linkages, Inter system linkages were outlined between various 
HRD subsystems to have an integrated system. They also 
outlined a philosophy for the new HR system. They outlined 14 
principles to be kept in mind in designing the HRD system. 
These principles drill with both the purpose of HRD systems 
and the process of their implementation. Some of these 
principles include: 
> HRD systems should help the company to increase 
enabling capabilities. The capabilities outlined in their 
report include: development of human resources in all 
aspects, organizational health, improvements in problem 
solving capabilities, diagnostic skills, capabilities to 
support all the other systems in the company, etc. 
> HRD systems should help individuals to recognise their 
potential and help them to contribute their best towards 
the various organizational roles they are expected to 
perform 
> HRD systems should help maximize individual autonomy 
through increased responsibility 
> HRD systems should facilitate decentralization through 
delegation and shared responsibility 
> HRD systems should facilitate participative decision 
making 
> HRD system should attempt to balance the current 
organizational culture with changing culture 
12 
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> There should be a balance between differentiation and 
integration 
> There should be a balance between specialization of the 
function with its diffusion into the others 
> HRD system should ensure responsibility for the function 
> HRD system should build upon feedback and 
reinforcement mechanisms 
> HRD system should maintain a balance quantification and 
qualitative decisions 
> There should be a balance between external and internal 
help 
> HRD system should plan the evolution of the function, 
and 
> There should be a continuous review and renewal of the 
function 
In sum the Integrated HRD systems approach of Pareek 
and Rao has the following elements: (i) A separate and 
differentiated HRD department with full time HRD staff, (ii) 
Six HRD subsystems including OD, (iii) Interlinkages between 
the various subsystems, (iv) designed with 14 principles in 
mind, and (v) linked to other subsystems of Human Resource 
Function. After L&T accepted these recommendations in full 
and started implementing the State Bank of India the single 
largest Indian bank and its associates have decided to use the 
Integrated HRD systems approach and decided to create new 
HRD department. Since then, by mid twenty's a large number 
of organizations in India have established HRD departments. 
13 
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The Strategic HR Framework Approach 
This framework formulated by Ulrich and Lake (1990)^ 
aims to leverage and/or align HR practices to build critical 
organizational capabilities that enable an organization to 
achieve its goals. This framework offers specific tools and 
paths to identify how a firm can leverage its HR practices. 
Business strategy, organizational capabilities and HR practices 
are the three important elements in this framework. Dave Ulrich 
(1997) presented a framework for HR professionals in terms of 
four key roles: (1) management of strategic human resource, (2) 
management of firm infrastructure, (3) management of the 
employee contribution; and (4) management of transformation 
and change. The activities for managing strategic human 
resources includes: aligning HR and business strategy: 
"organizational diagnosis", reengineering organization 
processes: "shared services", listening and responding to 
employees: "providing resources to employees", managing 
transformation and change: "ensuring capacity for change". 
The activities for management of firm infrastructure 
includes: constant examination for improving the HR processes. 
HR professionals to act as administrative expert to ferret 
unnecessary costs, improve efficiency, and constantly find new 
ways to do things boiler, be effective as administrative experts, 
and they also need to undertake activities leading to continual 
reengineering of the work processes they administer. It requires 
HR professionals design and deliver efficient HR processes for 
staffing, training, appraising, rewarding, promoting, and 
otherwise managing the flow of employees through the organi-
Ulrich, D and lake, D. organizational capability. John wiley. New York 1990, p. 121. 
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zation. The activities for managing employee contribution 
includes: listening, responding, and finding ways to provide 
employees with resources that meet their changing demands. 
The activities for managing transformation and change 
includes: identifying and framing problems, building 
relationships of trust, solving problems, creating and fulfilling 
action plans. 
The Integrative Framework 
The integrative framework offered by Young and Herman 
(1997)^ identifies three paths through which HR practices can 
contribute to business performance: ( I ) by building 
organizational capabilities; (2) by improving employee 
satisfaction; and (3) by shaping customer and share holder 
satisfaction. Young and Herman (1997) argued for dynamic 
changes in HR measures to refocus the priorities and resources 
of the HR function. They argued that HR measures should be 
business driven rather than HR driven; impact driven rather 
than activity driven; forward looking and innovative rather than 
backward looking; and instead of focusing on individual HR 
practices should focus on the entire HR system, taking into 
account synergies existing among all ;HR practices. 
Human Capital Appraisal Approach 
This approach outlined by Friedman et al (1998) of 
Arthur Anderson consulting company is based on the belief that 
there are five stages in the management of human capital: 
^ Young, A.K. and Berman. B. Adding value through Human resource: reorienting human resource 
measurement to derive business performance. Human resource management. Vol. 36 (3). 1997. 
pp.321-325. 
" Friedman, B. et al . Delivering on the promise: how to attract, manage and retain Human capital. 
Free press. New York. 1998 pp.232 
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clarification. Stage assessment stage, design stage, 
implementation stage and monitoring stage. There are five areas 
of human capital management: recruitment, retention and 
retirement; rewards and performance management; career 
development, succession planning and training; organizational 
structure, and human capital enablers. A 5 x 5 matrix using 
these five stages and five areas could be used to evaluate and 
manage the human capital well. For example in the clarification 
stage the managers examine their human capital programs to fit 
into their strategy and overall culture. They may also examine 
each of the areas to fit into the strategy etc. 
HRD Score Card Approach 
A recent approach formulated by Rao (1999) envisages 
that HR interventions in order to make the right business 
impact should be mature in terms of the HRD systems. 
competencies, culture and business linkages. The maturity level 
and the appropriateness of each of the subsystems of HR. the 
appropriateness of the HR structures and the level of 
competencies of HR staff, line managers, top management etc.; 
the HRD culture (defined in terms of openness, collaboration, 
trust, autonomy, proaction, authenticity, confrontation and 
experimentation) and the congruence of the top management 
and HR staff styles with HRD culture, and the extent to which 
all the systems and practices result in employee satisfaction and 
customer satisfaction etc. are assessed through a well 
formulated HRD audit. 
' Rao, T.V. HRD audit. Sage publication. New York. 1999, p.321 
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CONCLUSION: 
Today, HRD has gained importance in the working of 
various types of organizations. Optimum use of present and 
future manpower is a vital question and requires considerable 
thinking and planning. Man power variable is to adjust and re-
adjust to meet the dynamic need of society. Manpower 
development is essential not only for an individual 's growth but 
also for attaining better equilibrium in the working of various 
institutions. 
Experience given by various organizations reflects the 
necessity of HRD in present complex organizational setup. It 
makes the environment so much soothing that employees feel as 
a family atmosphere and work together. 
17 
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HRD IN LIBRARIES 
Increasingly the issue of strategic human resource 
management is gaining popularity. Whether service oriented or 
productions oriented. The performance of any organization 
depends heavily on the performance of its human resources. 
Human resources are defined as "the available talents and 
energies of people who are available to an organization as 
potential contributors to the creations and realization of 
organization's mission, straggly, and goals". They can make the 
best use of all types of resources in finance and technology can 
bring advantage but are no longer capable of sustaining this 
advantage. Only the attitudes, skills and capabilities of people 
have the potential to create sustainable competitive advantage. 
Being the key resource of an organization, human resource can 
make their organization dynamic and value to the organization 
of the human resources are functioning well employee 
productivity rises and customer service improve thereby 
enabling the company to create more value. That is why it is 
vital to manage and develop human resource effectively in 
libraries and information services. 
Human Resource Development for Library and information 
Cent re 
The present day information society is characterized by 
the phenomenal growth of information. To organize as well as 
to provide access to ever increasing information, new tools, 
new techniques are begin developed. Information and 
communication technology (ICT) is playing a dynamic role in 
information management. The urge for information had resulted 
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in the enhanced growth of the information industry. The change 
of nomenclature of the libraries as information centers and 
learning resource centers indicates the enhanced responsibility 
of the libraries and librarians in providing access to right 
information. Information providers are using the emerging 
technologies and are competing with their competitors in 
making available the nascent information. In the dynamic 
information environment extensive research and development is 
going on in Institute for Social Research (ISR). The Library and 
Information Centers (LICs) have to compete not only with their 
sister LICs but also with the commercial information providers. 
To achieve this goal the professionals working in these LICs 
need to get updated trained in use of new tools and techniques 
especially ICT. The training has to be continuous process to 
meet ever changing ISR environment. The LIS schools need to 
rise to the occasion and provide suitable education and training 
to make their products fit to manage the modern LICs. 
LIS Schools have to update their curricula, developed 
infrastructure facilities, sponsor teacher training programmes at 
regular intervals to get themselves updated and also to utilize 
the services of the professionals in the academic activity, adopt 
new methods of teaching etc. It is a known fact that the 
products of the LIS Schools must be able to get a basic 
knowledge, so that they will be able to learn much more while 
working in LICs. The LIS Schools have to catch up the heat and 
get ready to shift from traditional methods of providing 
education and training to new methods such as virtual learning 
and learning. 
19 
Introduction 
Since its inception, the University Grants Commission 
(UGC) has evinced keen interest in, and laid marked emphasis 
on development of University and College Libraries, together 
with formulation of Model Curriculum for different levels of 
Library and Information Science (LIS) courses conducted in 
Indian Universities, with a view to produce appropriate 
professional manpower for managing the work and services of 
different types and levels of Libraries, by 
I harnessing literature explosion with the aid of prevalent 
technology. The UGC accomplishes this modest task of 
constituting various Committees, Subject Panel, and Curriculum 
Development Committee (CDC). 
Ranganathan Committee on Library Science Education 
In early 1960s the UGC appointed a Committee to review 
the standards of Teaching and Research in Library Science in 
Indian Universities under the Chairmanship of Dr. S.R 
Ranganathan. The Committee also prepared and circulated a 
questionnaire to Indian Universities for collection of necessary 
data relating to existing facilities in the Department of Library 
Science. The Committee submitted its report, along with its 
recommendations relating to objectives, curricula, admission 
qualifications, and minimum qualifications for teaching posts 
and other related areas for B.Lib.Sc, M.Lib.Sc. and Ph.D. 
courses. The report was published by the UGC in the year 1965 
under the caption "Library Science in Indian Universities", with 
foreword by Prof. D.S. Kothari, then Chairman of UGC. Since, 
then this document has been serving as Bible in matters relating 
to teaching of Library Science in Indian Universities. 
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Kaula Committee on Curriculum Development in LIS 
Education 
Another attempt in this direction was initiated by the 
UGC in early 1990s when the UGC constituted Curriculum 
Development Committee (CDC) on Library and Information 
Science under the Chairmanship of Prof. P.N. Kaula. Report of 
the Committee was published by the UGC in the year 1992 
under the title "Report of the Curriculum Development 
Committee on Library and Information Science". The report 
includes brief historical sketch of Library and Information 
Science education in India, some description of status of 
Library and Information Science education in India, and 
prepared Model Curriculum for different levels of Library and 
Information Science courses conducted in Indian Universities, 
viz., B.L.I.Sc. (Bachelor of Library and Information Science), 
M.L.I.Sc. (Master of Library and Information Science). 
Karisiddappa Committee on Curriculum Development in LIS 
Thereafter the University Grants Commission constituted 
three Groups of Experts who met in UGC Office New Delhi on 
respectively for reviewing the outcome of the various meetings 
and further sharpening of the modules and course contents. 
Prof. C.R. Karisiddappa, Department of LIS, Karnatak 
University, Dharwad and Convenor. UGC Subject Panel on 
Library and Information Science, was identified as Nodal 
Person for these 3 meetings, and Dr. Pandey S.K. Sharma. 
Senior Library and Information Officer, UGC and Link Officer 
of the Subject Panel as Secretary to the Committee. These 
meetings were devoted for finalizing of the modules and course 
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contents on different themes proposed to be taught in the new 
syllabi. 
As such, the present Model Curriculum is a result of 
collective wisdom and effort made by a large number of Library 
and Information Science experts in the country in 4 Zonal 
meetings organized by the UGC. This massive participation of 
teachers of LIS and experts in management of Library and 
Information Centers from different parts of the country gives 
this report the outcome of which is expected to benefit all 
concerned. 
Training and Development of Library Professionals 
Learning of essentially a continuing process for activities 
that are performed and skill, which are used in library situation. 
Every day the people face situations for which they must be 
educated, trained and oriented in order to manage the complex 
work situation. It is not sufficient to have knowledge; the skills 
should be acquired to enable the library staff to use the 
knowledge. It brings confidence in the ability to make 
Judgment and control the environment is which people function. 
In modern times library and information profession is under 
continuous change, the changes in technology, changes in 
activities, changes in work environment, changes in user 
services, changes in needs and requirements of the users, and as 
a whole, changes in the concept of library and information 
services. 
The in services job training is essential in libraries to 
chance and maintain the service quality and to play the crucial 
role in the increasingly complex and competitive information 
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society. The libraries are service organization whicii are 
affecter the satisfaction that the user feel. The library staff 
require adequate training so that they can handle more diverse 
and demanding assignments. 
Formal Courses:-
The formal courses are those conducted by accredited 
library schools and associations which have as one of their 
objectives the continuing education of its members. These 
courses, as in some cases, may lead to advancement in 
qualifications apart from advancement in education. 
Extension courses:-
Extension courses such as those summer school organized 
by the different Indian universities also from a medium of 
continuing education. Initial step in organizing summer school 
in library science was taken in 1973 by the university grant 
commission. Two universities, the Delhi University and 
Karnataka University conducted summer schools in library 
science. Extension courses may also be in the from of practical 
demonstration in the different libraries. 
Refresher courses:-
Refresher courses also forms a part of formal education 
that an individual can under go for the purpose of continuing 
education. The primary objective of such a course would be to 
familiarize the working librarians with the theory and practice 
of library science with a view to increase their efficiency. Such 
a course would be different from formal courses in that a 
refresher course seeks to refresh the individual, that is, brush-
up his knowledge apart from being a medium of continuing 
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education. The duration of such refresher courses may be from 
a week to a few months these courses may be run either by 
library schools or individual professional associations. 
In service Training and Professional Education:-
Both the definitions clearly show the difference between 
professional educations and in services training. While the 
former is a general programme geared with a view an 
examination, the letter is controlled by the library itself and is 
geared to the needs of the library with the objective of 
increasing its efficiency in service to the readers. This sort of 
in-service training is given both to non professionals. While for 
the former it is to orient them to the different library activates, 
for the letter it is a practical demonstration and in the nature of 
a post professional education, that is, it is a continuing 
education. In-service training become essential to 
professionally qualified persons since there are situations when 
theory comes into conflict with practice of librarianship. This 
conflict may be due to local conditions and it is only in-service 
training that can overcome this conflict by appropriate 
adaptations. 
Conferences and Workshops 
As scientific information and activity increase due to the 
many investigations conducted, a need for a forum where-in 
there can be free exchange of ideas is felt. Conferences, 
seminars and workshops are such forms and are important 
components in the communication system. In conferences and 
seminars, there is a presentation of formal papers which is 
followed by informal discussions. Very often the speakers at a 
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conference have less experience than the listeners but, on the 
other hand, in workshops the discussion is led, by an expert in 
the field and is usually based on a working paper prepared for 
that purposes. Workshops present a comprehensive picture of 
the topic discussed unlike the conference which is a piece meal 
presentation of various topics. In other words, workshops form 
better vehicles of continuing education then conference anc 
seminars. 
CONCLUSION 
There is a need to introduce innovative methods of teaching, so 
that students will develop the required professional skills to 
accommodate rapid changes in the work environment. Priority 
should be given to professional and staff development to ensure 
that staff have adequate training to feel comfortable with the 
technology. The growing trend toward investing more of the 
technology budget into training should be encouraged. The 
existing university teachers have to undergo different training 
programme in the field of IT application in LIS. UGC refresher 
courses should cover the IT application in the libraries in order 
to teach the LIS teachers. Library schools have to adopt change 
in this changing environment. With the changing technological 
trends, LIS schools should be the active element of the 
information world by designing their curriculum according to 
the current days needs. 
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JAWAHAR LAL NEHRU UNIVERSITY 
JNU was established in 1969, by an act of parliament, 
with the objective of promoting the study of principles of 
national integration, social justice secularism democratic way 
of life international understanding and scientific approach in 
solving the problems of society. Over the years it has been a 
model university in terms of academic excellence. Being unique 
of its kind in India, JNU is truly multicultural and a miniature 
India can be seen and felt in the residential university with 
South Asia. Young at thirty years, as universities go, what has 
lent strength and energy to Jawaharlal Nehru University is the 
vision that ideas are a field for adventure, experimentation and 
unceasing quest and diversity of opinions its chief premise. In 
the early 1970s, when JNU opened its doors to teachers and 
students, frontier disciplines and new perspectives on old 
disciplines were brought to the to the Indian university system. 
The excellent teacher-student ratio at 1:10, a mode of 
instruction which encouraged students to explore their own 
creativity instead of reproducing received knowledge, and an 
exclusively evaluation were a new experiment on the India 
academic landscape; these have stood the test of time. The very 
Nehruvian objectives embedded in the founding of the 
University, national integration, social justice, secularism, the 
democratic way of life, international understanding and 
scientific approach to the problems of society had build into it 
constant and energetic endeavor to renew knowledge through 
self-questioning. The once rugged terrain of the Aravali hill 
range, where the 100 acres campus is housed is now lush green. 
29 
University Library, JNU 
parts of it host dense forests, sustaining a birdwatcher 's 
paradise and some forms of wild life. 
The JNU Campus 
The JNU campus is a microcosm of the .Indian nation, 
drawing students from every nook and corner of the country and 
from every group and stratum of society. To make sure that this 
is so, annual admission tests are simultaneously held at 37 
centers spread across the length and breadth of the country, and 
special care is taken to draw students from the underprivileged 
castes and ethic groups by reserving 22.5 percent of seats for 
them. Overseas students form some 10 percent of the annual 
intake. Student 's hostels and blocks of faculty residences are 
interspersed with one another, underlining the vision of a large 
Indian family. 
Even as class room teaching and work in the library and 
the laboratories have their share in the mode of instruction, 
personal interaction between student and teachers and among 
students themselves form an extremely important and lively 
medium of generation and transmission of knowledge. 
Sometimes high decibel disputes about the validity of 
theoretical premises or cultural substructures of a particular 
scientific or economic thesis do spill over from the class and 
hostel rooms onto the middle of the campus roads, at times 
causing traffic bottlenecks. Happily, these have never caused a 
road accident. The annual students union elections are 
conducted entirely by students. Fierce poster and cartoon wars, 
verbal duels and competitive yet peaceful group meeting are a 
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viewers ' delight during the elections. Violence is the only alien 
on the campus. 
Several Centers in these schools have been declared by 
the UGC to be centers of 'Excel lence ' . These are centre for 
Historical studies, Centre for the study of social systems, centre 
for political studies, centre for Economic studies and planning, 
centre for the study of regional development, all in the school 
of social sciences. In addition three science school of Physical 
sciences, school of life sciences and school of environmental 
sciences have also received the UGC recognition as centers for 
excellence. 
School and Center 
> School of arts and Aesthetics 
> School of Biotechnology 
> School of computer and systems sciences 
> School of Environment sciences 
> School of Information technology 
> School of International studies 
> School of Language, Literature and culture studies 
> School of life sciences 
> School of physical sciences 
> School of social sciences 
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Main Library 
The Library is located at the heart of Academic complex. It has 
a carpet area of about one lakh sq. ft. A typical floor has a 
carpet area of about 6000 sq. ft. and the Ground Floor 50,000 
sq. ft. Library is housed in a nine-story building. Being in the 
middle of the academic complex, it is easily accessible from all 
the School/Centers in the academic complex. The library opens 
from 9 A.M. to Midnight on all days of the week throughout the 
year. The library observes only 4 holidays (3 National holidays 
and Holi) during the year. The library has a collection of about 
5 lakhs, which includes books, periodicals, serials and non-
book material. The collection is housed subject-wise under 
three major streams, viz. Social Sciences, Sciences and 
Humanities. Established in 1969, it incorporates the library of 
the prestigious Indian School of International Studies, which 
was merged with Jawaharlal Nehru University, since then. It is 
subscribing to about 800 journals and few online databases. The 
library is a depository of all Govt, publications and 
publications of some very important International agencies like 
World Health Organization, UNESCO etc. 
Services: 
The library provides the following services: 
1. The Library Follows Open Access system. 
2. Reference desks are at the Ground floor for Social 
Science Collection, 2nd floor for Science collection. 4th 
floor for Humanities collection and 6th floor for Russian 
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collection. Staff is available on each floor to assist the 
readers. 
3. Membership and Issue-Return services are centralised on 
Ground floor. 
4. Inter-Library Loan facility is available through DELNET 
5. Textbooks on all disciplines are centralised are kept at the 
textbook section. 
6. Documentation Unit is situated on Mezzanine floor where 
Articles from Social Science Periodicals are indexed and 
Online search is available through OPAC. 
7. Printed Catalogues are kept in Ground floor: 
computerized catalogue is available for the books 
acquired from 1990 onwards. 
8. OPAC/Delnet/E-journal access facility for the Faculty 
members are specially arranged at the ground floor in 
Information Browsing Unit for Faculty Members. 
9. Special Book Bank Facility for readers is available at 
Textbook Section. 
Special Services 
1. Online Public Access Catalogue (OPAC) for records 
available in Delhi Libraries, through DELNET. 
2. Access to Online Journals through JSTOR and UGC-
INFONET Consortium and the URLs listed under online 
journals in the library page of the JNU Library website. 
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3. 'Search' is available via E-mail from Indian Network of 
University Libraries through INFLIBNET. 
4. Newspaper Clippings on area studies and basic disciplines 
are filed regularly which are available in files kept on 7th 
floor. Library has a rich collection over 11.5 lacs of press 
clippings. 
5. Xerox facility managed by a private operator is available 
in the library on payment basis. 
6. The library also houses 'Archives on Contemporary 
History' on the Sixth floor. 
7. A special unit named Helen Keller Unit maintained for 
the services to visually challenged students and 
researcher is located on the ground floor. 
8. Access to the books and journals on CD-ROM is also 
available. 
The library is heading towards complete computerization 
and automation of all its operations. It is a member of 
Developing Library Network and INFLIBNET. The Library is a 
part of JNU Wide Area Network and its databases can be 
accessed from any of 700 nodes. The library has its own Local 
Network connected with a strong server with 52 terminals 
inside the library. On line Public Access Catalogue of the 
Library has databases of Books, Serials and other materials like 
Articles Database of Social Science Periodicals subscribed by 
the library, since 1990. 
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REVIEW OF RELATED LITERATURE 
A literature review may constitute an essential chapter of 
a thesis or dissertation, may be a self contained review of 
writing on a subject. The review literature should provide with 
an explanation of the theoretical rationale of the problem being 
studied as well as what research has already been done and how 
the finding related to the problem at hand. In brief this chapter 
presents an overall review of studies conduction abroad as well 
as India in a chronological regarding the topic. Investigator 
reviewed only those studied, which are similar to the present 
study an indirectly related to the present study. 
Ian Winfield (1994)' made a study entitled "Toyota UK 
Ltd: Modern HRM practices?" to know how Toyota's world 
wide HRM practice has been developed to sustain the Toyota 
Production system. Toyota has faced with both strong forces for 
international consistency in HRM practices and strong local 
cultural forces calling for differentiation the analyses dialectic 
of forces by critically examining Toyota's emergent HRM 
practices at its UK plant. These HRM practices are intended by 
the company to promote the four goals of employee integration 
with the organization, employee commitment, workforce 
flexibility & adaptability and emphasizes on quality. 
Schneider, Benjamin (1994) conducted a study under 
the title "HRM-A service perspective: Towards a customer 
focused HRM", The objective of the study is to provide a brief 
overview of some research demonstrating a link between 
' Winfield, Ian. Toyota UK Ltd: Modem HRM Practices. Employee Relation. Vol., 16 (1), 1994, 
pp.41-53. 
" Schneider, Benjamin. HRM-A service perspective: towards a customer focused HRM. 
International Journal of Service Industry Management. Vol. 5(1)., 1994 ,pp .64-76. 
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employee perceptions of the service firms and customer 
perceptions of the service quality. The discussion provides 
some insight into what customer-focused HRM, might look like. 
The framework focuses first on the kinds of strategic choices 
service firms must make. The some implications for HRM of 
these choices are outlined with research implications. The 
author also argued that customer-focused management in 
general might enhance competitiveness in the marketplace. 
Kane, Bob and Palmer, Ian (1995)^ Study under the title 
"Strategic HRM or managing the employment relationship?" 
The strategic human resource management (HRM) emphasizes 
the importance of HRM policies and practices being integrated 
by a longer-range HRM strategy, and integrated part of an 
overall organizational strategy. An alternative, proposes more 
overtly political, employment relations model with HRM 
policies and practices as negotiated outcomes which attempts to 
resolve the conflicting expectations of a number of interested 
parties. The study Presents only one-third of the sample of 
Australian HR managers reported that HRM strategy has a great 
or moderately great impact on HRM within their organization, 
and important factors included legislation/regulation, industry 
characteristics, organizational strategy and objectives, top 
management priorities, organizational size and structure and the 
impact of technological change. These factors included 
differentially on HRM practices and policies in areas such as 
recruitment, training, pay/ benefits and industrial relations 
results support the appropriateness of a broader employment 
relations view of the field. 
" Kane, Bob and palmer, Ian. Strategic HRM or managing the employment-relationship. 
International Journal of Manpower. Vol., 16 (5) 1995, pp. 6-21. 
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Devi, Sugatri K. (1996)'* conducted a study on 
''curriculum in on campus and off campus library and 
information science education programmes in India". A 
comparative study on the development of information and 
discusses about the need to develop manpower to manage its 
organization, servicing the needs to develop library and 
information science education. All areas of library and 
information science need to be enriched through new knowledge 
and new methods of teaching and training. The curriculum can 
never be static but change as the frontiers of knowledge expand 
with time. Keeping in view, the basic consideration to the 
developments along the shape under the direction of UGC 
curriculum planners. Its aims at training library and 
information science students with sound innovative vigor and 
approach. 
Aziagba, C. (1995)^ conducted a study on "Survey of 
library personnel and operations in selected libraries: A 
study from river state of Nigeria." The questionnaire method 
was used to collect information on the staff qualification and 
disposition, and the influence of top management and users on 
the functions of the library in which nine libraries were 
investigated. The result of this investigation shows that only 
one library engaged its staff by open advertisement. The rest 
employed other methods such as recommendation by other 
department. Most of the libraries have only one or two librarian 
was professional qualification. A good number the non-
qualified staff engage themselves in part time studies to 
Devi, sugatri k. Curriculums in on campus and off campus library and information science 
education programmes in India. ILA Bulletin. Vol., 32 (1/2) 1996, pp. 14 -6. 
Aziagba, c. survey of library personal and operation in selected library: a study fi^om river state of 
Nigeria. Annals of Library Science and Documentation. Vol., 42 (4). 1995, pp. 160-64. 
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quality, as professional librarians are not involved in setting 
the goals of the establishment. 
Philip, C. Aziaba (1996)^ conducted study under the title 
"survey of personnel and operations in libraries : a case 
study from ricers state of Nigeria." The objectives of the 
study were to investigate the level of professional duties 
performance, their ability to meet the specific information need 
as well as their performance as librarians based on survey of 
library personal and their operation in seven libraries. The 
result reveals that five libraries do not have problem in -
coordinating the work of all staff as a result of their different 
educational background, one library had problem and one was 
neutral. In two of these libraries, the head librarians are not 
involved in setting the goal of the establishment and take 
directive from the head of the establishment. 
Abarch, HM (1996)^ conducted a study under the title 
"shared human resources in academic libraries in Nigeria". 
The primary objective of the study was to determine the 
attitude of librarians towards adopting staff exchange 
programmes and to create the possibility for the movement of 
highly skilled professional between university libraries in 
Nigeria. The results indicates that 44 (37%) understood the 
term as equivalent to sabbatical leave between libraries, 40 
(33%) know what staff exchange means is absolute terms 36 
(30%) varied on their response. 
* Aziaba, Philip C . Survey of personnel and operation in libraries: a case study from rivers state of 
Nigeria. Annals of Library Science and Documentation. Vol., 43 (2) 1996, pp. 29 - 35. 
' Abarch, HM. Shared human resource in academic libraries in Nigeria. Aslib proceedings. Vol., 
48(3). 1996, pp. 81 - 3 . 
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Rajesh Singh (1998)* conducted a study under the title 
"An assessment and evaluation of human resource 
management issues in the academic libraries of lucknow: A 
study" The nineteen academic libraries of Lucknow were 
surveyed to access the human issues related to human resource 
management in these libraries, current status of professionals 
engaged their views and remarks for improving libraries 
services have been discussed. This Survey results indicates that 
persons engaged in libraries are not satisfied with their job, 
work culture, and promotional prospects. It has been 
emphasized that effective HRM was the only way to get best 
out of the people for successful management of library and 
information centre. 
Sami, A. Khan (1998)' conducted a study on 
"Transformation of Human Resource Management 
dimensions in the twenty first century". The study ware an 
attempt to trace the circumstances that faced organizations to 
change their stances towards organization and people 
management. This was an endeavour to acknowledge and 
examine the metamorphosis of traditional administrative 
personnel function into a more proactive and strategic HRM. 
The paper deals with the emergence of new organization which 
sets the stage for more proactive HR function and provides an 
agenda for the twenty first century of HR functionaries. The 
paper concluded that the impact of the transformation of the HR 
function and processes should be measurably and HR 
Rajesh Singh. An assessment and evaluation of human resource management issue in the 
academic libraries of Lucknow: a study. Annals of Library Science and Documentation. Vol., 45 
(3). 1998, pp. 103- 15. 
Sami, (A. Khan). Transformation of Human resource management dimension in the twenty first 
century. Management and Change. Vol., 2(1). 1998, pp. 106-17. 
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programmes have to be more answerable in short and long term 
prospective. 
Shajahan, S. (1999)'* conducted a study on ''Maintaining 
Corporate Excellence through potential performance 
programming". As potential performance programming is 
being offered as newest human resource model for corporations 
of the coming century. This model tested at a software firm in 
technopark, Trivandrum with an objective to identify and locate 
the existing level of intellectual, creative emotional, 
behavioral, dispositional, social and perceptional rigidities 
among the in house trainees. Out of the seven dimensions that 
have been studied , in as many as five dimensions software 
engineers have show consistency in their rigidity, except that of 
emotional and creative rigidities during pre- training session. 
Thus, it shows that overall engineering personality is rigid 
before attending their programmes. 
Kumbar, B.D. (2001)" conducted a study on 
"Integrating Quality Personnel Management in Public 
libraries: A case study of city central library Hubli -
Dharwad. The study attempts to present the case study of 
personnel management in the city central of Hubli - Dharwad 
with focus on the future plan of action, steps taken by the state 
Library Authority in improving the quality both in personnel 
management and services. The result reveals that (i) the Staff 
structure in the public library is not clearly defined (ii) A large 
proportion of the personnel do not motivated to work and not 
well acquainted with work ethics (iii) Personnel in public 
Shajahan, (S.)- Maintaining corporate excellence through potential performance programming. 
Indian Management vol., 3. 1999, pp 69- 74. 
Kumar (B.D.). Integrating Quality personal management in public libraries: a case study of city 
central library Hubli- Dharwad. ILA Seminar paper. 2001, pp. 317 - 29. 
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libraries are inadequately organized and supervised (iv) 
Periodical review of the performance of the professional staff's 
missing to a considerable extent. 
Balu Maharana and panda, K.C. (2001)'^ conducted a 
study on "performance Evaluation for library: A tool for 
Human Resource management in academic libraries". The 
aims of this study were to examine the performance evaluation 
so as to enhance the quality of library service and to promote 
the professional development of library staff through a regular 
and systematic assessment of individual performance. The 
result that performance evaluation is an evaluation is an 
effective tool for human resource management and can provide 
a useful method in developing required skills and competencies 
of the LIS staff in order to meet changing need of the academic 
libraries. 
Paul, A.K. and Anantharaman R.N. (2002)'^ conducted 
a study on "Impact of HRM practices on competence of 
software professionals in India: analytical studies". The 
competence of the employees decides the competitive edge of 
the organization in their struggle for survival and success. The 
objectives of the study were (i) To analyze the effect of HRM 
practices on the competence of software professional (ii) To 
explore whether there is significant difference in competence 
based on demographic variable such as age, sex, marital status 
education qualification and work experience. The study reveals 
that human resource management practices have a greater 
" Mahama .Bala and Panda ,K.C. Performance evaluation for library and information 
professionals; a tool for human resource management in academic libraries. lASLIC Bulletin. Vol. 
64(4). 2001, pp. 197-201. 
' Paul, A.K. and A Nanthraman ,R.M. Impact of HRM practices on competence of software 
professionals in India: an analytical study. Management and change. Vol., 6(1). 2002, pp. 96 -
111. 
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impact on sense of competence than individual and 
organizational traits and differences. The study also reveals 
that a rigorous selection process helps the organization to 
identify talented and competent candidates. 
Joseph, Jestin K.J. (2002)*'* Conducted a study on. 
^'Challenges for library professionals in India in the New 
Millennium". This study was an attempts to trace the librarian 
with diverse talents and training, and who is flexible, will be 
able to meet the challenges of future library scene. An ideal 
librarian is one who is competitive and assertive, who is 
cooperative and willing to compromise, one who is 
intellectually committed, who is equipped with technical and 
managerial competencies, who is enthusiastic to the needs of 
new technology at the same time not being emotionally attached 
to any one system. Librarians should be ready to participate in 
the process of generating and distributing information and 
knowledge for quality of life and education for all. Librarians 
must unite to withstand the revolutions that will occur in the 
information and communication fields. Technology alone 
cannot help bring about the required changes. Attitudes, 
practices, and policies need to change if libraries are to truly 
benefit themselves and their community of users by the 
application of new technologies. 
Rawtani, M.R. and Mohammad Yusuf (2002)" 
conducted a study on "professional man power needs of 
libraries with special reference to skill". The study highlights 
role of human needs in relation to professional work and 
'^  Joseph,Justin K.J. challenges for library professional in India in the new Millennium. Library 
Philosophy and Practice. Vol., 4 (2). 2002, pp. 38 - 46. 
'^  Ralwani ,M.R and Mohammad Yusuf. Professional Manpower needs of libraries with special 
reference to skills. ILA Bulletin. Vol., 38 (3). 2002, pp. 8 1 - 3 . 
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describes concept, types role and application of skills in the 
library information science activities. Skills are necessary for 
professionals to face the challenges on account of many reasons 
such as economic, technological, social and cultural reason. It 
is fact that skills play a crucial role in fulfilling manpower 
needs of libraries. It is also true that manpower needs of the 
libraries may not be fulfilled unless professionals have 
adequate knowledge. If person has adequate knowledge, learned 
skills but not positive attitude, still than one can not be 
successful in his/her goal to achieve objectives of the 
organization in a better way. 
Helen Francis (2003)'*^ Study on "HRM and the 
beginnings of organizational change" A discourse-analytic 
approach to the study of human resource management (HRM) 
and organizational change, which is more sensitive than 
conventional research designs to the dynamic role of language 
in shaping processes of change. The prevailing positivism 
within business and management research is noted, in which 
language is treated as unproblematic; it simply mirrors or 
represents an objective "reality" that can be measured in some 
way. In contrast, discourse-based studies accept that language 
is not simply reflective of reality, but is significant in 
constituting reality. The paper examines the potential of 
discourse-based studies to offer fresh insights into the role of 
HRM in producing change. Drawing on the work of Ford, 
change is treated as a shift in conversation and case-study 
evidence is presented of the surfacing of a change initiative 
within a large UK manufacturing firm. In order keep in the 
information chain across a spectrums of information 
Helen, Francis. HRM and the beginning of organization change. Journal of Organizational 
Change Management, vol., 16 (3). 2003, pp. 309 - 27. 
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opportunities. This will demand highly educated people with 
ongoing professional development. 
Smith, Ian W. (2004)'^ conducted a study on 
"Continuing professional development and workplace 
learning 10: human resource development the policy 
imperative". The objective of the study was to emphasis the 
rapid pace of change - in our societies generally and in our 
profession specifically. These changes are characterized by 
wide scale technological innovation, the globalization of 
commerce and employment, changing workplace structures and 
altered demands on workforces. Human resource development 
can play a critical role in effectively responding to the 
challenges of such change . Policy that encourage and facilitate 
HRD begins at the broadest national and international public 
policy levels, they flow through to enterprise/ organization 
levels and finally down to the plane of individuals as the 
recipients of specific HRD opportunities and the channel 
through which HRD policy ultimately takes effect. 
Smith, Ian (2004)'^ Wrote under the title "Continuing 
professional development and workplace learning 7 human 
resource development: a tool for achieving organizational 
change". The achievement of successful organizational change 
is an imperative across the library and information services 
sector. To be effective, organizational change must identify and 
address obstacles to change. People - the human resources of 
organization - can be either a major obstacle to achieve change 
'^  Smiths, Ian W . Continuing professional development and work place learning 10: human 
resource development the policy imperative. Library Management. Vol., 25 (8/9). 2004, pp 401 
03. 
'* Ian smiths. Continuing professional development and workplace learning 7 human resource 
developments: a tool for achieving organization charge. Library Management. Vol., 25 (3) 2004, 
pp 148-51 
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or the key success factors. Thus human resource development is 
essentials rather than act as obstacles to the achievement of 
effective and lasting organizational change. 
Singh, Neena and Krishna, K.M. (2004)'' studied under 
the title "state of human resource development for digital 
environment in agriculture libraries". The scope of the study 
was to evaluate and examine the present state of digitization, IT 
infrastructure and professionally trained manpower in 
agriculture libraries. To achieve digital environment in these 
libraries besides the development of good infrastructure human 
resources too require to be developed and upgraded meet and 
digital challenges training the professional in fundamental, if 
IT database creation website designing networking etc. is 
mandatory library and information science professional like the 
teachers and research officers of agriculture universities and 
research institute should be deputed for normal training 
programmes conducted in the country from time to time. In 
order the get the maximums benefit of the use of it technologies 
in libraries, the training should be planned and designed in a 
manner so as include the fundamental of computer and 
communication technology planning for LAN, use of multi-user 
operating systems and appropriate library management software 
package etc. should be included in the training. 
Manikandan, P and Anwer, M M (2005)^" study under 
the title "HRD through Training". The people working in 
various organizations need to be constantly updated with 
appropriate skills that would help them to perform their roles 
Singh, Neena and Krishna (K.M.) State of human resource Development for digital environment 
in Agriculture libraries. ILA Bulletin. Vol., 40 (4). 2004, pp 17 - 20. 
20 Manikandan (P) and Anwer (M.M.) HRD through Training. HRM Review vol., 5 (7). 2005, pp 
5 3 - 6 3 . 
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with increased efficiency, effectiveness, and excellence. 
Perceptible changes have realizing the need for training and re 
- training people. Due to the fact that training is an important 
mechanism for Human Resources Development (HRD), certain 
issues that ail training functions in the organizations need to be 
given due consideration for making the training functions 
effective in organizations.The best way to improve the training 
function in organization is to have high expectations from it 
and to communicate and reinforce those expectations. In order 
for this to happen, every individual in the system must develop 
a positive attitude towards training and provide proactive 
support in promoting the cause for improving organizational 
performance. 
Kodwani, Amitabh Deo (2005)^' discussed under the title 
"Stretgic HRM: Changing role of HR". In today highly 
competitive and global market place, maintaining a competitive 
advantage by becoming a low cost or a discriminator puts a 
heavy premium on having a highly committed or competent 
workforce. Competitive advantage lies in the management's 
ability to strengthen corporate wide technologies and 
production skills into competencies that authorize individual 
businesses to adapt quickly to changing opportunities. In an 
increasing number of organizations human resources are now 
considered a source of competitive advantage. There is greater 
acknowledgement that individual competencies are found 
through highly developed employee skills, distinctive 
organizational cultures management process equipment it is 
increasingly being recognized that competitive advantages can 
be obtained with a high quality workforce that enables 
-' Kodwani (Amitabh Deo). Stretgic HRM: changing role of HR. HRM Review. Vol., 5 (4) 2005, 
pp 24 - 8. 
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organizations to compete on the basis of market responsiveness, 
product and service quality , differentiated products and 
teclinological novelty. 
Reddy, Sumati (2005)^^ conducted a study on "Best 
practices in Human resources management". The objective of 
the study was the importance of developing and maintaining 
best practices within the HRM function. When applied 
effectively with the HRM function, can translate into a number 
of benefits for the organization as a whole, and lay the 
foundation for developing best practices at the organizational 
level. All the tools, techniques, and approaches, which HRM is 
implementing has two sides to the coin. First, they undoubtedly 
lead to more efficiency and effectiveness and also enable HR 
functions to align better with the overall business strategy. 
However, to achieve these benefits, what is required is a high 
degree of discipline, rigor, and thoroughness on a continuous 
basis. This puts a lot of pressure on the HR system, which is 
further exacerbated with the fact that people have the tendency 
to fall back into old patterns, which were working just as well. 
Ian Smith (2006)^^ conducted a study on "Benchmarking 
human resource development: an emerging area of 
practice". HRD is widely recognized as a strategic 
organizational imperative. This is especially so in the LIS 
sector worldwide where the rapid pace of development and 
change necessitates maintaining and expanding the knowledge 
skills and abilities of those who work in the sector. Because 
HRD is so important ongoing assessment of the efficacy of 
" Reddy (sumati). Best practices in Human resource management. HRM Review. Vol.. 5 (12). 
2005, pp 4 5 - 5 3 . 
^^  Ian Smith. Benchmarking human resource development an emerging area of practice. Library 
Management. Vol., 27 (6/7). 2006, pp. 401-10. 
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HRD is equally important. Benchmarking of HRD can provide 
the means for this be achieved, providing valuable insights in 
to the effectiveness of HRD effort and the opportunity for 
ongoing review, assessment and improvement using identified 
sectoral best practice as the standard. In the emergent HRD 
benchmarking practice in the LIS sector HRD benchmarking 
may take on a variety of forms - ranging form relatively simple 
to more complex. In whatever form it takes, HRD benchmarking 
has significant potential to become a powerful tool in ensuring 
good and improving HRD practice. The Library and Information 
Center (LIC) sector already has a well-established record in 
adopting and applying performance measurement processes, 
including benchmarking. 
Chivers, Geoff (2006)^^ conducted a study on "The 
training of university use long learning professionals as 
researchers". This study deals with an attempt to effective 
approach to developing university vocational life long learning 
(VLL) professionals as researches. Two quite different-
approaches to developing VLL professionals as researchers 
were piloted, one involving face to face training and the other 
distance learning. These two development methods reveal that 
the face to face method was more successful due to its greater 
impact in the effective domain of learning although same VLL 
professionals are able to develop though distance learning with 
close tutor support via electronic communication, over all, the 
evolution bindings indicate that a combination of face to face 
and distance learning methods is likely prove most effective. 
'^  Chivers (Geoff). The training of university the long learning professionals as researchers. 
Journal of European Industrial training. Vol., 30 (5). 2006, pp 330 - 48. 
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Weerasooriya, W.A. and Deshpande. A (2006)^'' 
conducted study on "Strategic approach to HRM is university 
Libraries in Srilanka". The purpose of this article was to offer 
an insight and a paradigm, generally for the university 
authorities and particularly for the library manger working in 
the university libraries in Srilanka .It explores the types of 
human resource management technique which are 
predominantly required for managing human resource in terms 
of achieving the expected targets of university library. It 
highlights the present scenario of rapidly changing, socio 
economic - political and technological environment in the 
island and globe. The necessity of an environmental analysis, 
internal and external to the libraries emphasized for enabling 
the managers underpin why and what would be necessary for 
the effective use of human resource strategic for the university 
libraries. A considerable analysis of human resources 
management strategies is seven in examining the expert ideas 
and practices written in both library management and business 
literature. Appropriate models and holistic approach to human 
resource management are demonstrated aiming to maximize the 
output from human resource utilizing effective culture study 
and culture management. Both policy strategies and change a 
management have been identified as principal human resource 
technique with in this context, 
Simmonds, David and Pedersen, Cec (2006)^^ conducted 
a study entitled "HRD: the shapes and things to come". The 
purpose of the study is To redefine contemporary HRD through 
a discussion of its conceptual development from '"Training and 
-' Weerasooriza , W.A. and Desh pande. Strategic approach to HRM in university libraries in 
Srilanka. SRELS Journal of information management vol., 43 (1). 2006, pp. 73 - 84. 
-* Simmonds ,David and Pedersen ,Ces. HRD; The shapes and thing to come. Journal of workplace 
learning vol., 18 (2). 2006, pp. 122 - 35. 
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development" to a holistic "Orchestra". HRD is often defined as 
being merely the training and development aspect of human 
resource management and this form of definition is commonly 
associate with "Hard" forms strategic or "structural" elements 
of organizational functioning. It is change, and especially the 
rate at which change occurs, that largely influences the HRD 
hybrid that any organization adopts. This paer systematically 
considers the professional discussion in a number of countries 
trace HRD through four key phases: the "Duel" the "Trio" the 
"Quartet" and concluding with the "orchestra" and a holistic 
definition of HRD. With and successfully managed changes the 
feature of HRD embraces the inextricably interrelated 
paradigms of movement; change dynamism, harmony and unity. 
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METHODOLOGY 
This chapter deals with the methodology used in the study and 
has been discussed under the following headings: 
> Statement of the problem 
> Objective of the study 
•y 
> Hypothesis 
> Methodology 
> Tools used for the study 
> Sample population 
> Scope of the study 
> Data collection procedure 
> Data analysis Methods. 
Statement of the Problem 
The problem for the present study is entitled ' 'Human 
Resources Development of Library Professionals in JNU 
Library. New Delhi: A survey". 
Objective of the Study 
> To develop professionals for assuming broader role of 
providing effective information to users. 
> To develop scientific outlook in their jobs. 
> To impart knowledge skills and attitudes to LIS personnel 
which would contribute to productive and development 
programmes through effective information handling 
techniques. 
> To develop adequate staff strength. 
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> To enhance the aspirations and capabilities of the staff. 
> To place staff where he / she is best required. 
> To provide in service training. 
> To facilitate healthy working conditions and. 
> To create cordial staff relations. 
Hypothesis 
> Library professionals have done good job in whichever 
sections they are primarily engaged. 
> Library professionals are well aware of information 
technology. 
> Library professionals face problem while using IT base 
information services. 
> Training is necessary for performing the task accurately 
Methodology 
Methodology has its own implication and importance in 
scientific investigation, because objectivity in any research 
investigation cannot be obtained unless it is carried out in a 
very systematic and planned manner. Scientific investigation 
involves careful and proper adoption of research design, use of 
standardized tools and tests identifying adequate sample by 
using appropriate sampling techniques. Some procedure for 
collecting data and then after careful tabulation the use of 
appropriate statistical technique for analyzing the data. For this 
study the investigator used questionnaire method. 
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Tools used for the Study 
Questionnaire method was used as the tool for the study 
and collection of data. 
Questionnaire Method 
Questionnaire is a tool to collect from the diverse, large and 
widely scattered groups. This method of data collection is quite 
popular. A questionnaire consists of a number of questions 
printed in a definite order. In this method a questionnaire is 
given to a person concerned with request to answer the question 
and return the questionnaire. 
Questionnaire is of Two Types 
1. Open Questionnaire: In this type of questionnaire no 
answer is given against question. Respondent supply the 
answer in his own words. 
2. Closed Questionnaire: In this type of questionnaire 
answer is given against the question. The respondent has 
to select the alternative written against the question so 
the work of the respondent is to indicate his/her choice. 
Sample Population 
The present study in conducted on a sample of 33 
professionals of JNU library JNU, New Delhi. The professional 
assistants are 19 (57.5%), they were appraised by assistant 
librarian 11 ,i.e., (33.3%), which in turn were appraised by 
deputy librarian and university librarian i.e., 3 (7.1%). All 33 
responses were obtained and used for further analysis. 
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Scope of the Study 
The scope of the present study is only concerned with the 
library professionals of JNU library, New Delhi. 
Data Collection Procedure 
Investigator visited JNU library New Delhi and 
approached the librarian, of JNU library, New Delhi. The 
questionnaires were distributed to the professional staff 
members for appraising the performance of their subordinates. 
Data Analysis 
The data collected through questionnaires were tabulated 
by using statistical method and percentages. 
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Data Analysis and Interpretation 
DATA COLLECTION, ANALYSIS AND 
INTERPRETATION 
Data analysis and interpretation: 
The data collection is done with the help of questionnaire 
method. The questionnaires were distributed among the staff 
members and librarian of JNU Library New Delhi, and filled 
questionnaires were collected. After the data collection, the 
next job is the data analysis and interpretation of the results. 
The problem for the present study is "Human Resources 
Development Activities among library Professional: A survey". 
The collected data was organized and tabulated by using tables 
and percentages. 
The data was collected with the help of questionnaire. A 
total number of 50 questionnaires were distributed to the 
library staffs. 33 questionnaires were received back by the 
investigator. Thus investigator selected the entire filled 
questionnaire for the analysis of data. 
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Table 1:- Library Budget 
Session Budget (Lakhs) % age increase 
2002 - 03 167.00 -
2003 - 04 229.00 37.12 
2004 - 05 269.00 17.46 
2005 - 06 382.00 42.00 
2006 - 07 430.00 12.56 
Table 1 reveals that the increase in library budget in the 
session 2005-2006 is maximum, i.e. 42%, followed by the 
session 2003-04, i.e., 37.12%, followed by session 2004-05, 
i.e., 17.46%, followed by 2006-07 i.e., 12.56%. 
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Table 2:- Collection of Library 
Types No. of Collection % age 
Book 3,70,000 70.16 
Periodicals 1,43,000 27.11 
Thesis / Dissertation 11094 02.10 
Micro-Documents 2584 00.49 
Video & Audio 
cassettes 
616 00.11 
CD-ROM Data Bases 20 0.003 
Total : - 5, 27, 314 
Table 2 reveals that the collection of books in the library 
is maximum of, i.e., 70.16%, followed by the share of 
periodicals, i.e., 27 .11%, followed by the collection of 
Thesis/Dissertation, i.e., 2.10%, followed by the collection of 
Micro documents, i.e., 0.49%, followed by the share of Video-
audio, i.e., 0 .11%, followed by that of CD-ROM Data base, i.e., 
0.003%). 
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Table 3:- Clientele Strength of the Library 
Types No. of Users % of Users 
Students 3600 47.58 
Research Scholar 2749 36.33 
Teacher 450 5.95 
Administrative Personnel 
clerical staff 
767 10.14 
Total : - 7566 
Table 3 indicates that out of the total strength of 7566 
clientele, the maximum number of users of library are students, 
i.e., 47.58%, followed by the research scholars, i.e., 36.33%, 
followed by the administrative and clerical staff, i.e., 10.14%, 
followed by the teacher, i.e., 5.95%. 
10.14% 
5.95% 
36.33% 
47.58% 
i Students • Research Scholar D Teacher Q Administrative Personnel clerical staff 
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Table 4:- Staff Strength and Required Staff 
Categories of 
staff 
Required Working % age Vacant Vo age 
Deputy 
Librarian 
2 2 100 - -
Assistant 
Librarian 
7 7 100 - -
Professional 
Assistant 
45 23 51 22 49 
Semi 
Professional 
35 27 77 08 23 
System 
Administrator 
01 Nil - 01 100 
Information 
scientist 
02 Nil - 02 100 
Library 
Attendant 
35 24 69 11 31 
Clerical staff 15 10 67 05 33 
Total 142 93 65.49 49 34.51 
Table 4 show that the present stuff strength and required 
staff of the library. It reveals that at present 65.49%, staff are 
workiniand 34.5%, position are lying vacant. So the library is 
not satisfied with the present staff strength. 
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Table 5:- Staffing Plans for 2006 - 07 
Plans Yes No 
Hiring plan V 
New hire / re - hire plan V 
Hire Library trainees for summer 
work 
V 
Table 5 shows the staffing plan for the session 2006-07. It 
indicates that library has planned to hire the staff on a daily 
wages. Library also planned to hire library trainees for the 
summer work. 
Table 6:- Strategies adopted by the library 
Strategies follows Yes No 
Diversification/Integration 
of section 
V 
Merger of sections V 
Retrenchment of staff V 
Table 6 shows that the strategies followed by the library 
in the last 5 years are both towards the 
diversification/integration and merger of sections. 
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Table 7:- Staff Training 
Need After Training working condition 
Yes No Faster Same Complicated 
V V 
Table 7 shows that there is a need to provide training to 
the staff of the library. It also reveals that after providing 
training to the staff the working efficiency of the library staff 
has improved. 
Table 8:- Extent of overall Job Satisfaction of Library 
Professional Employees 
Extent of 
satisfaction 
N = 33 Mean satisfaction 
score 
Percentage 
employees 
Satisfied 26 82.34 78.8 
Dissatisfied 7 33.3 21.2 
Table 8 reveals that majority of employees, i.e.. 78.8% 
are satisfied with their job and 21.2% of employees are 
dissatisfied with their job. 
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Table 8.1;- Extent of over all involvements of library 
professional employees 
Extent of 
involvement 
N= 33 Mean 
score 
involvement "/o age 
More involvement 24 75.1 72.1 
Less involvement 9 35.2 27.27 
Table 8.1 indicates that majority of the employees, i.e., 
72 .1%, are more involved while 27.21%, of employees are least 
involved. 
The relative comparison of over all extent of Job 
satisfaction with job involvement of library professional shows 
that the employees are overall more satisfied with lesser 
number of dissatisfaction. Similarly the employees are more 
involvement overall. In case of job involvement the employees 
who are more involved in their work they are more satisfied. 
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Table 9:- Library Activities in which Staff members are engaged. 
S. No Activities No. of staff % age 
1. Cataloguing & classification 10 30.30 
2. Circulation 8 24.29 
3. Indexing & Abstracting 3 9.09 
4. Non - Printing Material 2 6.06 
5. Periodical 4 12.12 
6. Personnel 2 6.06 
7. Public Relation 2 6.06 
8. Reference & Bibliography 4 12.12 
9. Selection & Acquisition 9 27.27 
10. Translation Nil -
11. Binding Nil 
Note - Multiple choice permitted 
Table 9 shows that actives in which staff members are 
engaged presently in the cataloging and classification section 
the no. of engage staff i.e. 27.29%, followed by circulation i.e. 
24%, in the periodical section the staff engaged is 9.09%, and 
the equal engagement of staff in periodical and reference 
section, that is 12.12%, nonprinting material, public relation 
and personal engaged staff is 6.06%. 
Table 10:- Use computer for Library application 
Computer application Yes No % age 
Using computer 30 90.9 
Not using computer - 03 9.09 
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Table 10 shows that the maximum number of the library 
staff is using computer for their day-to-day works, followed by 
the staff i.e., 9.09%, who do not use computer for the library 
work. 
Table 11:- Problem faced while using IT 
S. No. Problem No. of Response % age 
1. Do not have any problem 18 54.54 
2. Lack of education 02 06.06 
3. Lack of trained personnel 13 39.39 
Table 11 reveals that the maximum of 54.54%, of the staff 
member do not face any difficulties while using computers for 
library work, followed by 39.39%, of staff facing problem 
because of the lack of trained personnel, followed by 06.06% of 
staff, who face problems because of the lack of education. 
39.39% 
54.55% 
6.06% 
I Do not have any problem BLack of education D Lack of trained personnel 
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Table 12:- Impact of training on lib rary staff 
S. No. Working conditions No. of response % age 
1. Faster 15 45.45 
2. More complication Nil -
3. Less complication Nil -
4. No change 03 9.09 
Total :- 18 
Table 12 reveals that after providing training to the 
library staff the work of 45.45% of the staff becomes faster, 
whereas 9.09% who's quality of work remained same as earlier 
Table 13:- Status after training of Staff 
S. No. Status No. of response % age 
1. Same 5 15.15 
2. Position upgraded 13 39.39 
Total :- 18 
Table 13 shows that the maximum of 39.39% staff 
members got there status upgraded, whereas 15.15% staff 
members status remained same as earlier. 
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Table 14:-Knowiedge of Job through Experience Education Training 
S. No. Knowledge of Job No. of response % age 
1. Well inform about job 13 39.39 
2. Knowledge to perform with 17 51.51 
3. Required Assistance 03 9.09 
Total :- 33 
Table 14 indicates that the knowledge of job gained 
through experience education and training. It shows that 
51.51%, of the staff have enough knowledge to perform without 
assistance, followed by 39.39%, of staff who are well inform 
about their works, followed by 9.09%, who requires 
considerable assistance. 
Table 15:- Problem Analysis and Problem solving 
S. No. S t rength for problem 
analysis & solving 
No. of response % 
age 
1. Exceptionally accurate 5 15.15 
2. Enough knowledge 14 42.42 
3. Require assistance 12 36.36 
4. Adequate knowledge 2 6.06 
Total :- 33 
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Table 15 reveals that 42.42% of the staff have enough 
knowledge of problem analyzing & solving, followed by 
36.36%, who require some assistance, followed by 15.15%, who 
are exceptionally accurate, followed by 6.06% those, who have 
adequate knowledge. 
Table 16:- Encourage Initiative in co-workers 
S. No. Encourage initiatives No. of resources % age 
1. Often 11 33.33 
2. Always 12 36.36 
3. Rarely 10 30.30 
Total :- 33 
Table 16 Indicats es that 36.36%, of staff always 
encourage their coworkers, followed by 33.33% who often 
encourage and rarely encourage their co workers for their work 
is 30.30%. 
Table 17:- Knowledge about Library Policy 
S. No. Keep informed about 
library policy practice 
No. of resources % age 
1. Often 24 72.72 
3. Some times 9 27.27 
Total :- 33 
Table 17 indicates that 72.72% of staff members are often 
well informed about library policy and practices, whereas 
27.27% of staff some times informed about the policy and 
practices. 
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Table 18:- Appreciation of View Points 
S. No. Appreciation view points 
of others 
No. of resources % age 
1. Often 7 60.50 
2. Sometimes 11 33.33 
3. Rarely 2 06.06 
Total :- 33 
Table 18 shows that appreciation of view point of others. 
It reveals that 60.50%, of staff oftenly appreciate, followed by 
33.33% who sometimes appreciate and 06.06% rarely appreciate 
the view point of others. 
Table 19:- Communication Skills 
S. No. Communication skills No. of resources % age 
1. Out standing 2 6.06 
2. Average 26 78.78 
3. Need improvement 5 15.15 
Total :- 33 
Table 19 shows the communication skills of the staff. It 
indicates that about half of the staff has average communication 
skills, i.e., 78.78%, followed by 15.15%, who needs 
improvement, whereas on the contrary 06.06%, have 
outstanding communication skill. 
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Table 20:- Decision Making Ability 
S. No. Decision making 
ability 
No. of resources % age 
1. Often 11 33.33 
2. Sometimes 20 60.60 
3. Rarely 02 0.60 
Total :- 33 
Table 20 shows that 60.60% of the staff members are 
capable of decision making ability sometimes, followed by 
33.33% who a often make decision, whereas 06.60%), rarely 
posses any decision making ability. 
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FINDINGS AND SUGGESTIONS 
> Table 1 reveals that the increase in library budget in the 
series 2005-06 is maximum, i.e., 42% and minimum in the 
session 2006-2007, i.e., 12.56%. 
> Table 2 shows that the collection of books in the library 
is maximum, i.e., 70.16% and minimum, i.e., 0.03% of 
CD-ROM data bases. 
> Table 3 indicates that out of total Strength of 7566 
clientele the maximum number of users are students, i.e.. 
47.58% and minimum are teaches i.e., 5. 94%. 
> Table 4 indicates that at present 65.49% staff is working 
and 34.51%, staff is required in the library for provide the 
better services. 
> Table 5 shows the staff plan for the session 2006-07 and 
indicates that library has panned to hire the staff on a 
daily wages. Library also plans to have library training 
for summer work. 
> Table 6 indicated that the strategies adopted by the 
library in the last 5 years are both toward the 
diversification integration and merger of section. 
> Table 7 shows that there is a need to provide training to 
the staff of the library. It also reveals that after providing 
training to the staff the working condition of the library 
became efficient. 
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> Table 8 reveals that majority of employees are satisfies 
with their jobs. 
> Table 8.1 shows that the majority of staff i.e., 12.1%, are 
more involved is their job. 
> Table 9 shows that maximum numbers of staff are 
engaged in the cataloguing and classification section, i.e., 
27.29% and minimum are engaged in the public relation 
and personnel sections, i.e., 6.06%. 
> Table 10 shows that the maximum number of the library 
staff in using computer for their day-to-day work. 
> Table 11 shows that maximum no. of staff, i.e., 54.54% 
do not face any difficulties while using computers for 
library work, and 6.06%, face problems because of lack of 
education. 
> Table 12 reveals that after the training of staff, the 
efficiency of work, i.e., 45.45% staff improved whereas 
for the 9.09%, the output remained the same as earlier. 
> Table 13 reveals that after the training, 39.39% staff 
member got their status upgraded, whereas 15.15% staff 
members status remained same as earlier. 
> Table 14 indicates that 51.51% of staff members have 
enough knowledge to perform job without assistance, 
whereas 9.09% requires considerable assistance. 
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> Table 15 reveals that of 42.42% of the staff has enough 
knowledge of problem analyzing & solving, whereas 
6.06%, posses have adequate knowledge. 
> Table 16 indicates that about 36.36% workers encourage 
initiative taking quality among their colleagues and 
subordinates. 
> Table 17 indicates that only 48.48% of staff members are 
well informed about the library policy and practices. 
> Table 18 reveals that 39.39% of the staff appreciate the 
view point of others, whereas 06.06% rarely appreciate 
the view point of others. 
> Table 19 reveals that 45.45% of the staff members posses 
average communication skill, whereas 15.15% staff needs 
improvement in their communication skills. 
> Table 20 shows that 60.6% of staff members are capable 
of decision making, whereas 0.60% rarely posses any 
decision making ability. 
TENABILITY OF HYPOTHESIS 
1. Library professionals have done good job in whichever 
sections they are primarily engaged. It is clear form the 
table 9 that most of the library professionals have done 
good job in whichever section they are primarily 
engaged. 
Hence this hypothesis is proved to be a true hypothesis. 
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2. Library professional are well aware of information 
technology. The findings from table 10 most of the 
library professional are well aware of information 
technology. 
Hence this hypothesis is true hypothesis. 
3. Library professionals face problem while using IT base 
information services. Table 11 shows that most of the 
library professionals do not face any difficulties while 
using IT base information. 
Hence this hypothesis proves to be null hypothesis. 
4. Training is necessary for performing the task a 
accurately. It is clear form table 12 that most of the 
library professionals have improved their work 
efficiency after training. 
Hence this hypothesis proves to be true. 
SUGGESTIONS 
> Refresher courses / Orientation programmes must be 
conduction to improve staff development activities in 
university libraries. 
> In service training programmes should be conducted for 
staff to know the latest information technology. 
> Specialization and short-term courses shall have to be 
conducted to library professionals to up date knowledge. 
Participation in formal continuing -ed^allig^yprograms 
^ i - 353^ 
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like workshop, refresher courses etc, offer a means for 
learning new technologies and skills. 
> Training should consist not only on theory but it should 
be supplemented by all practical. 
> The level of training in librarianship must be high in 
quality. It must be comprehensive and the staff should be 
made familiar with the latest trends. 
> Making conscious efforts for improving communication 
skill i.e., verbal, written or even through body language. 
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To, 
Sir/Madam 
I am conducting a survey on the topic ''Human Resource 
Development of Library Professionals in JNU Library, New Delhi: a 
Survey" for the partial fulfillment of M.L.I.Sc. Course under the 
supervision of Dr. M. Masoom Raza (lecturer), Department 
of library and information science, AMU, Aligarh (India). I 
would like to request you to kindly spare some of your valuable 
time to fill up this questionnaire. Your feedback will be highly 
appreciable in this respect. 
I will be highly thankful to you for this act of kindness. 
Your Sincerely 
Md. Tarique Anwer 
Personal Information 
Name: 
Experience of work : 
Age: 
Sex (Male/Female): 
Phone no: e-mail 
QUESTIONNAIRE - 1 
Note: 
(I) Please tick (V) mark the appropriate answer wherever 
application 
(II) Please fill up the information in blank space provided. 
1. Highest academic degree 
2. Library budget for the last 5year: 
2002-03 --
2003-04 - -
2004-05 
2005-06 - -
2006-07 
3. Clientele strength categories 
(i) Teacher 
(ii) Research scholors 
(iii) Students 
(iv) Administrative personnel 
(v) Clerical staff 
4. Number of users visiting the library daily on an average. --
5. Total Collection of your library : 
(i) Book 
(ii) Periodicals 
(iii) Micro-documents 
(iv) CD-ROM databases 
(v) Video& Audio Cassettes 
(vi) Theses/Dissertation 
6. Does your library use computer for library work ? 
( i ) Y e s [ ] ( i i )No [ ] 
7. If yes give the following the information 
(i) Acquisition section 
(ii) Periodical section 
(iii) Circulation 
(iv) Cataloguing section 
(v) Any other 
8. Are you satisfied with the present staff strength? 
(i) Yes [ ] (ii) No [ ] 
9. If no please propose no of staff 
(i) Professional 
(ii) Semi Professional 
(iii) System Administration 
(iv) Information scientist 
(v) Library attended 
(vi) Clerical staff 
(vii)Any other(please specify) 
10. Total no. of staff in your library: 
(i) Deputy Librarian 
(ii) Assistant Librarian 
(iii) Library Assistant 
(iv) Professional Assistant 
(v) System Administrator 
(vi) Semi Professional 
(vii) Information Scientist 
(viii) Library Attendant 
(ix) Clerical Staff 
(x) Any other (please specify) 
11. What are you library - staffing plants for 2007 
(i) No hiring planned [ ] 
(ii) New hires or re-hire planned [ ] 
12. Dose your library plan to hire trainees work this year? 
( i ) Y e s [ ] ( i i )No [ ] 
13. In case your library has changed strategies during the last 5year 
did any change take place in HR strategies policies? Please 
mention at list to such changes in HR strategies and policies? 
(i) 
(ii) 
14. What strategies did you library follow in the last 5 years? 
(i) Diversification/integration of section [ ] 
(ii) Merger of section [ ] 
(iii) Retrenchment of staff [ ] 
(iv) Any other [ ] 
15. Do you feel that staff training is needed in the library? 
(i) Yes [ ] ( i i ) N o . [ ] 
16. After the training would your library work be? 
(i) faster [ ] (iii) more then complicated [ ] 
(ii) About same [ ] (iv) Lass complicated [ ] 
17. Please give necessary suggestion to improve staff development 
Activities? 
Thank you 
QUESTIONNAIRE - 2 
Note: 
(i) Please tick ( V ) the appropriate answer wherever applicable. 
(ii) Please fill up the information in the blank space provided. 
1. Your highest Academic Degree 
(a) Accociate-Diploma [ ] (b) Bachelor [ ] 
(c) Master [ ] (d) Doctorate [ ] 
2. Your Library Experience (by Years) 
(a) 2 Years [ ] (b) 2 - 4 Year [ ] 
(c) 4 - 6 Years [ ] (d) More then 6 Year [ ] 
3. Rate on a 5 point rating scale in terms of agree, disagree in 
the manner given below: 
> Giver 5 point if you are strongly agree 
> Giver 4 point if you are agree 
> Giver 3 point if you are disagree 
> Giver 1 point if you are undecided 
(a) Physical working conditions [ ] 
(b) The freedom to choose your own method of working [ ] 
(c) Opportunity to use your ability [ ] 
(d) Your immediate boss [ ] 
(e) Your chance to promotion [ ] 
(f) The major satisfaction in my life come from my job [ ] 
(g) 1 am really perfectionist about my work [ ] 
(h) I have to do a lot of work in this job [ ] 
(i) The objective of my work role are quite clear 
and its outcomes are vague and insufficient. [ ] 
(j) The available information relating to my job rate 
and its outcome are vague and insufficient. [ ] 
(k) This job has enhanced my social status. [ ] 
4. In which of the following types of library activities primarily 
engaged? 
(a) Cataloguing and Classification 
(b) Circulation 
(c) Indexing «&, Abstracting 
(d) Non-printing material 
(e) Periodical 
(f) Personnel 
(g) Public relation 
(h) Reference/Bibliography/Reader 's services 
(i) Selection & Acquisition 
(j) Translation 
(k) Binding 
(1) Others 
5. Which of the activities do you feel you perform with the 
greatest competence? 
6. Are you using computer for any library application? 
(a) Yes [ ] (b) No [ ] 
7. (A).Are you faceing any problem while using IT based 
information services? 
(a) Yes [ ] ( b ) N o [ ] 
If yes please tick whichever is applicable 
(i) Lack of education system [ ] 
(ii) Lack of trained personnel [ ] 
(iii) Legal & financial difficulties [ ] 
(iv) Inadequate telecommunication infrastructure [ ] 
(v) Limit financial resources for maintenance 
of library automation. [ ] 
(B) How much time would be needed for the training/experience? 
(a) 6 months [ ] (b) 2 years [ ] 
(c) 2 years [ ] (d) More than 2 years [ ] 
(C) Did you attend any IT programme? 
(a) Yes [ ] (b) No [ ] 
(D) If no, how did you achieve expertise in IT service 
(a) Self study [ ] 
(b) Learning through others [ ] 
(c) Others [ ] 
If other specify 
(E) If Yes, Name of the training programmes 
Organization 
Date and venue 
8 After the training your library work became 
(a) Faster [ ] 
(b) More complicated [ ] 
(c) Less complicated [ ] 
(d) About the same [ ] 
(e) Cant ' say [ ] 
9 As a result of training would the status, designation 
of your position be upgraded. 
(a) Same [ ] 
(b) Position be upgraded [ ] 
(c) Don't say [ ] 
10 Do you consider knowledge of your job 
gained through experience. General, education or 
specialized training. 
(a) Well informed on all phase of work [ ] 
(b) Enough knowledge to perform without assistance [ ] 
(c) Adequate group of essentials [ ] 
(d) Inadequate knowledge [ ] 
11 What is the strength for problem analying 
and problem s o w i n g ? 
(a) Exceptionally accurate [ J 
(b) Enough knowledge [ J 
(c) Required considerable assistance [ ] 
(d) Adequate knowledge 
(e) Inadequate knowledge [ J 
12 Encourage initiative on the part of co-worker 
(a) Most often [ ] 
(b) Often [ J 
(c) Some time [ J 
(d) Rarely [ ] 
(e) Never [ J 
13 Keep the co-worker informed about the policies 
and practices of library 
(a) Most often [ J 
(b) Often [ ] 
(c) Some time [ J 
(d) Rarely [ J 
(e) Never [ ] 
14 Appreciates the view-point of other 
(a) Most often [ ] 
(b) Often [ J 
(c) Some time [ J 
(d)Rarely [ J 
(e) Never [ ] 
15 Ability to communicate by any means, i.e. written and 
Verbal 
(a) Outstanding [ ] 
(b)Very good [ ] 
(c)Good [ ] 
(d)Need improvement [ ] 
(e) Unsatisfactory [ ] 
16 Ability of take decision 
(a) Most often [ ] 
(b) Often [ ] 
(c) Some time [ ] 
(d) Rarely [ ] 
(e) Never [ ] 
Thank You 
